
    

AGENDA
ASTORIA CITY COUNCIL 

 

    
Thursday, October 14, 2021

12:00 PM 
2nd Floor Council Chambers

1095 Duane Street, Astoria OR

SPECIAL SESSION

 

  
1. CALL TO ORDER
  
2. ROLL CALL 
  
3. CHANGES TO AGENDA
  
4. REGULAR AGENDA ITEMS

All agenda items are open for public comment following deliberation by the City Council.
Rather than asking for public comment after each agenda item, the Mayor asks that
audience members raise their hands if they want to speak to the item and they will be
recognized. In order to respect everyone’s time, comments will be limited to 3 minutes.

   
 4.a Update on City of Astoria Employee Vaccination Mandate Policy

  
5. NEW BUSINESS & MISCELLANEOUS, PUBLIC COMMENTS (NON-AGENDA)

THIS MEETING IS ACCESSIBLE TO THE DISABLED. AN INTERPRETER FOR THE HEARING
IMPAIRED MAY BE REQUESTED UNDER THE TERMS OF ORS 192.630 BY CONTACTING THE

CITY MANAGER'S OFFICE, 503-325-5824.

1



 
 
 
 

CITY HALL ● 1095 DUANE STREET ● ASTORIA, OREGON 97103 ● WWW.ASTORIA.OR.US 

 
 
 

  
 
CITY OF ASTORIA         
    Founded 1811 ● Incorporated 1856 
 

 

 
TO:   City Council 

FROM:  Ashley Houston, Human Resources Manager 
  Brett Estes, City Manager 

DATE:  October 14, 2021 

SUBJECT:  Mandatory Vaccination Policy Status Update 

Following the City Council’s August 24, 2021 adoption of the City-wide Mandatory Vaccination policy, 
significant progress has been made towards higher vaccination rates of City staff. The exclusion of Police 
Officers from this mandate by state law has remained unchanged. President Biden’s forthcoming nationwide 
plan to require all employers with 100+ employees to ensure their workers are vaccinated or tested weekly 
could supersede state law. However, we will not know the impact until the Department of Labor’s Occupational 
Safety and Health Administration (OSHA) has developed the rule and issued an Emergency Temporary 
Standard (ETS) to implement this requirement. A timeline for this rule or implementation is unknown.  

The figures below represent a current snapshot in time for compliance with the Mandatory Vaccination Policy 
and may in fact increase by the deadline of October 18, 2021. I will provide a final status update at Monday’s 
City Council meeting. I want to draw a distinction between policy compliance and vaccination percentage as 
the two numbers vary. The departments with less than 100% compliance reflect groups with newly hired and/or 
existing employees who are currently in the vaccination process, employees who are vaccinated but have not 
yet provided proof of vaccination and employees working through the process for a potential exception.  

CITY MANAGER – 100% 

FINANCE – 100% 

COMMUNITY DEVELOPMENT – 80% 

POLICE/DISPATCH – 98% (Not including exempted police officers) 

FIRE – 95% (Including full-time, interns and volunteers) 

LIBRARY – 88% 

PUBLIC WORKS/ENGINEERING – 100% 

PARKS DEPARTMENT – 94% 

On the subject of medical or religious exceptions, I can share that after consultation with CIS and our labor 
attorney, Akin Blitz, we have granted a few exceptions and are working with individuals on the next step, a one-
on-one interactive process to discuss workplace accommodations. Two primary examples of workplace 
accommodations which the City has offered is City-paid weekly COVID-19 testing and required use of City-
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provided KN95 masks in place of any cloth or other type of face covering. Once individuals have verbally 
accepted the proposed accommodations, I am meeting with them to sign a workplace accommodation 
agreement. These accommodations are subject to change or discontinuation for several reasons such as if the 
employee is not consistently and reliably meeting the requirements, if KN95 masks become unavailable or if 
testing resources become limited or become too costly to the City and constitute an undue hardship. Clatsop 
County Public Health has informed me they will not conduct weekly employer testing for established workplace 
eligibility so testing must be privately done or by using at-home testing kits, which cost approximately $24 for a 
pack of two.  

As discussed in the recent council work sessions, the Parks & Recreation Department is experiencing significant 
staffing shortages which continue to pose challenges with providing continuity of services in both aquatics and 
childcare. The Sprouts Learning Center has lost two childcare professionals in the past week and a half who 
declined to be vaccinated and resigned. Additionally, two childcare professionals will not have completed the 
vaccination process by the October 18th deadline. The Aquatic Center has a number of part-time employees 
who have not clarified their vaccination status or provided proof of vaccination status. It is anticipated that at 
least one individual is declining vaccination and will no longer be qualified to work under the mandatory 
vaccination policy after October 18th. In both areas, any fewer staff equates to imminent disruptions to services.   

The Fire Department has also experienced impacts from an intern and volunteer firefighter declining 
vaccination. While the loss of one volunteer and one intern may not immediately effect the department, the 
impact county wide between other fire departments and the local ambulance service staffing reductions may 
equate to longer time on scene for calls and higher instances of requests for mutual aid.  

When Council adopted the Mandatory Vaccination policy, employees had a period of approximately 8 weeks to 
schedule and complete the vaccine series of their choosing, including the 14 day period after the final dose for 
the fully vaccinated status. In light of staffing challenges, I propose incorporating additional policy language 
that will allow for a grace period when an existing employee has received at least one vaccine dose or utilize 
workplace accommodations when an individual with specialized certifications will be working on a temporary 
basis and no qualified replacement is available. In consideration of newly hired employees, I would like to allow 
8 weeks from the date of completion of the background check for an employee to be fully vaccinated.  

Should Council accept the proposed additions to the policy, this will minimize disruptions to services for critical 
positions while still achieving the City’s intent of a vaccinated workforce. It is the staffs feeling that these 
changes continue to meet the intent of the policy while ensuring the health and safety of the workforce.  
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Updated Temporary COVID-19 Response Policy  
Issued January 8, 2021 

And revised August 31 October 14, 2021 
 
 
 
GENERAL POLICIES AND EXPECTATIONS 

The City of Astoria will follow the guidance of the Oregon Governor’s Office, the Oregon Health 
Authority (OHA), Centers for Disease Control (CDC) and the Clatsop County Public Health 
Department regarding preventative measures including social distancing, quarantines and possible 
curtailment of non-essential functions.  Promoting the health and safety of City employees is a 
critical priority of our organization.  The City will continue to adjust as the circumstances and 
recommendations of these agencies evolve over time.  

The City and employees must cooperate in adherence to the following: 

a. Based on concern that an employee has been exposed to the COVID-19 virus the City may 
require the employee to be evaluated by a medical professional or public health authority. 
The City will cooperate with medical experts and the employee will cooperate with both the 
City and health authorities and healthcare providers regarding exclusion from the workplace 
and other precautions. 

b. If there is a reasonable basis to suspect exposure, the City may ask an employee questions 
to determine the employee’s risk to others or possible need for self-quarantine. 

c. If there is a reasonable basis to suspect that an employee may have COVID-19 or similar flu-
like symptoms, the City may send the employee home or require the employee to remain at 
home.  The City may take reasonable measures to protect the employee, other employees, 
citizens, customers and the City.  Permitting employees to return to work will occur when 
reasonable based on appropriate medical guidance.  

d. The City asks that employees self-disclose after exposure to any person who has tested 
positive for COVID-19. 

e. The City expects employees to adhere to infection control measures (e.g., washing hands, 
coughing etiquette, social distancing and other measures identified by public health 
authorities as effective means of reducing the risk of spreading COVID-19). The City will 
provide necessary personal protective equipment to those employees required to use it on 
the job. 

f. Employees are expected to follow City directives and protocols including policy and practice 
guidance issued by City department directors regarding COVID-19. 

g. Matters of health, illness and disability of co-workers are personal and private concerns 
which are not appropriate for discussion or speculation.  

HEALTH SCREENING 

The City developed a COVID-19 Health Screening Questionnaire based on CDC guidelines which was 
distributed City-wide on October 14, 2020. This form is intended as a daily reference for employees 
to use to determine whether or not to come to work based on symptoms or potential exposures.  

Employees will follow any additional department or facility-specific health screening protocols.  
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NOTIFICATION 

SYMPTOMS/POTENTIAL EXPOSURE NOTICE 
All employees are expected to follow the COVID-19 Health Screening Questionnaire instructions 
and notify a supervisor or Department Head and Human Resources if they are experiencing 
symptoms the CDC associates with COVID-19 or whenever there is reason to believe a potential 
exposure to a COVID-19 positive person has occurred.  

A. The City will send the following notification to Department Heads for distribution to all City 
employees in order to allow employees to make their own personal choices based on 
available information. NOTE: The City is not required to provide this notice: 

An employee at [location] is currently out. This individual will not return to the workplace 
until cleared by a healthcare professional to return to work. We will provide updates once 
more information is available. 

We cannot answer any specific questions and ask that you not discuss with co-workers about 
this individual in order to respect their privacy. 

CLEARED TO RETURN NOTICE 
Following identification of symptoms or potential exposure, employees will follow directives of their 
health care provider and those of a county or state public health official. Once those directives have 
been satisfied the employee will be cleared to return to work. 

A. The City will send the following notification to Department Heads for distribution to all City 
employees. NOTE: The City is not required to provide this notice: 

The employee at [location] has been cleared by a healthcare provider to return to work. 

POSITIVE CASE NOTICE 
All employees are expected to notify a supervisor or Department Head and Human Resources in the 
event that they test positive for COVID-19 or they become aware that another individual who has 
been present in the worksite (employee, customer, contractor, guest, for example) has been 
confirmed as having COVID-19. When such a notification occurs, or the City of Astoria becomes 
aware that a person with confirmed COVID-19 has been in the workplace, the following measures 
will be taken: 

A. Based on a reasonable assessment of the activity of the individual with confirmed COVID-19, 
the City of Astoria, with help from the local health department, will seek to identify each 
employee who was likely to have been within 6 feet of the infected individual for a 
cumulative total of 15 minutes or more. Those employees will be notified individually of the 
exposure (by telephone, text message, or e-mail) and will be advised that they should seek 
guidance from their individual health care provider or from local public health officials 
about testing and quarantine recommendations. The individual who was the source of the 
exposure will not be identified. 

B. The following OSHA required notification will be sent to those present in the facility and 
immediate areas when/where the exposure occurred, whether or not there is reason to 
believe they were in close contact with the individual in question: 
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We have been notified an individual who has been present at [location] has been diagnosed 
with COVID-19. We are notifying those individuals who appear to have had close contact 
with the individual, but we want to alert everyone to the possibility of exposure.  

If you experience symptoms of COVID-19 illness, please inform your supervisor and/or 
Human Resources and contact your health care provider. The City of Astoria protects 
employee medical information and will disclose it only to the degree such disclosure is 
necessary.  

For more information on COVID-19, including symptoms of which you may want to be 
aware, please visit the Oregon Health Authority COVID-19 website or the US Centers for 
Disease Control & Prevention COVID-19 website. 

If you have any questions or concerns, please contact your supervisor, Department Head or 
Ashley Houston, HR Manager. 

C. The City will follow public health guidance on proper cleaning and sanitation of any City 
building, worksite or facility where an exposure occurred. 

FFCRA LEAVE  

The Families First Coronavirus Response Act paid sick leave and family leave obligations were not 
extended by the federal government. Any remaining Emergency Paid Sick Leave or Paid Expanded 
Family and Medical Leave balances expired December 31, 2020 and the City is no longer eligible to 
receive federal funds to pay for this federal program.  

CITY SUPPLEMENTAL COVID LEAVE  

The City cannot anticipate how long the COVID-19 pandemic will continue or what state or federal 
paid leave programs will be developed. Therefore, the City describes now a Supplemental COVID 
Leave upon which eligible employees may rely under appropriate circumstances. In such event, if 
COVID risks and hardships continue, City Supplemental COVID Leave is intended to ensure City 
employees have support to care for the health and wellbeing of themselves and their family during 
these unprecedented times.  

If circumstances caused by COVID require an eligible employee to exhaust all accrued leave, the City 
will consider a one-time request by an employee for up to eighty (80) hours of Supplemental COVID 
leave. Such requests will be considered on a case-by-case basis and will not be used as precedent or 
as a reference for COVID leave submittals made by other eligible employees.  City determinations 
will be based on relevant facts (including but not limited to: operational needs, possible scheduling 
and staffing adjustments, the employee’s job responsibilities and requirements, and availability of 
others in the employee’s family and household to provide care, as some examples). City 
Supplemental COVID leave is available as of the issuance date of this policy and is not available 
retroactively. Only employees who meet the vaccination and travel requirements stated in this 
Policy, are eligible for City Supplemental COVID Leave based on the eligibility criteria below:  

1. Being quarantined (pursuant to Federal, State, or local government order related to COVID-
19 or advice of a health care provider to self-quarantine due to concerns related to COVID-
19); 

2. Experiencing COVID-19 symptoms and seeking a medical diagnosis;  
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3. A bona fide need to care for an individual subject to a quarantine related to COVID-19 
and/or experiencing COVID-19 symptoms and seeking a medical diagnosis; or 

4. A bona fide need to care for the employee’s children due to school or daycare closure 
related to COVID-19 and another suitable individual such as co-parent or co-guardian is 
unavailable to care for the children. Note: This may be a qualifying reason for “sick child 
leave” under Oregon Family Leave Act (OFLA). 

 

Leave for reasons #1-3 must be taken in one block of time. Leave for reason #4 may be taken 
intermittently. 

CITY SUPPLEMENTAL COVID LEAVE VACCINATION REQUIREMENT 

An employee who is medically able to receive the COVID-19 vaccination and declines to be 
vaccinated will not be eligible for City Supplemental COVID Leave.  

CITY SUPPLEMENTAL COVID LEAVE TRAVEL REQUIREMENT 

An employee who engages in travel not considered essential as defined in Governor’s Executive 
Order No. 20-12 and is later required to be in isolation or quarantine as a result of that travel, shall 
be ineligible for City Supplemental COVID Leave and shall be restricted to using earned leave 
accruals followed by unpaid leave. 

VACCINATION REQUIREMENTS (Revised August 24, 2021) 

The City Council made the following findings concerning revision and additions to the UPDATED 
TEMPORARY COVID-19 RESPONSE POLICY: 

1. Exigent circumstances dictate immediate decision making and action to update the City’s 
Temporary COVID-19 Response Policy due to the very serious nature of the COVID-19 
pandemic and direct threats which the Governor has recognized by declaring a public health 
emergency. 

2. These circumstances call for swift and deliberate action. 
3. City policy is adopted to safeguard public health and the well-being of City employees and 

children enrolled in Lil the Sprouts Learning Center programs, to mitigate the spread of 
COVID-19, and to establish policy and procedure for City compliance with Oregon law, OHA 
Public Health Temporary Rules, and Executive Orders issued by the Governor. The Council 
finds that to do so is necessary based upon COVID-19 infection and death rates, economic 
lockdowns, and other adverse consequences required to combat the on-going public health 
crisis and permit sustained Lil Sprouts Learning Center programs and childcare services 
deemed essential to parents who must work to sustain families and community services 
they perform. 

4. Delay negotiating about impacts of the Policy revision with an interested union will 
jeopardize public health or impede compliance with law, and time to do so does not exist. 
The Council does not intend that this should excuse bargaining obligations if an interested 
employee union representative seeks to bargain concerning impacts of changes if 
bargaining is required. Such negotiations can occur on an expedited basis within the time 
allowed by the Governor to achieve full compliance with COVID-19 related Executive Orders 
and OHA COVID-19 public health related rules. 
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5. An emergency is declared to exist. The revision to the City’s Temporary COVID-19 Response 
Policy which the Council adopts this 24th day of August 2021 is effective immediately upon 
adoption by the City Council. 

The City Council and City Manager will continue to monitor public health and COVID-19 vaccination 
related practices and mandates adopted in response to pandemic developments and evaluate 
propriety and necessity of mandating vaccination as condition of employment for groups and classes 
of City employees, case by case. The City actions to require vaccination is based on Council findings 
that to do so is necessary to protect health and required when balancing employee and the public 
interests. City vaccination requirements adopted for all City employees will be mandatory unless a 
reasonable accommodation is approved, unless the employee is shielded from application of 
vaccination requirements by ORS 433.416. 

Lil Sprouts AcademySprouts Learning Center. The City Council finds that sustained program 
operations is an essential City service critical to the constituents it serves. These services are 
important to families and area employers, and significant to the welfare and stability of 
children. Protection of youth and children are paramount considerations which the City 
prioritizes. The Governor has determined that masks and vaccination of those to whom FDA 
approval now has extended are necessary in schools to protect children under 12, for whom 
vaccine has not yet been approved.  

Consistent with the Governor’s order that all K-12 educators, school staff and volunteers be 
vaccinated and in furtherance of City responsibility and its inherent and reserved 
management rights, the City will require that all City employees and volunteers who have 
contact with children through Lil Sprouts Academy Learning Center program and facilities be 
fully vaccinated by October 18, 2021. 

For the duration of the public health emergency declared by the Governor, City employees 
and volunteers who have direct or indirect contact with children through Lil Sprouts 
Academy Learning Center programs and facilities must be fully vaccinated by October 18, 
2021 and must submit proof of vaccination to the Human Resources Manager. Failure to do 
so will be deemed to constitute disobedience of the requirements of the City policy and work 
requirements hereby adopted by the City Council.  

Firefighters and Healthcare Workers. (Revised August 31, 2021) 

The City Council finds that: 

1. Oregon law established by lawful authority of the Governor and in effect throughout the 
duration of the COVID-19 public health emergency requires that all “healthcare 
providers and healthcare staff” of the Fire Department must be fully vaccinated and 
submit proof of COVID vaccination to the Human Resources Manager no later than 
October 18, 2021.  

2. City employees classified as “healthcare providers and healthcare staff” as defined by 
the OHA Temporary Order PH-38-2021 must be vaccinated no later than October 18, 
2021. (See, Section 6 of this Temporary Rule.)  
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3. The City must and the Human Resources Manager shall adopt administrative vaccination 
and record-keeping requirements and procedures which comply with requirements 
including maintaining records of proof of vaccination and proof of City and employee 
compliance with the Temporary Order and Governor’s Executive Order. All employees 
shall cooperate fully to achieve full compliance efficiently. 

4. Testing alternatives to vaccination previously established by Executive Order and OHA 
rules have been abolished by order of the Governor will not be offered by the City unless 
the Human Resources Manager determines that to do is a required accommodation in a 
particular instance.  

5. See generally for more specific guidance, Sections 3, 4, 5 and 6 of the OHA Temporary 
Public Health Order which impose and define requirements on Fire Department 
employees.  

6. Refer also to definitions stated in Section 2(d) and (e) of the OHA Temporary Order which 
impose mandates on City paid and volunteer firefighters and residential interns as 
follows:  

“Healthcare providers and healthcare staff” is defined explicitly by the Rule to include 
“individuals, paid and unpaid working, learning, studying, assisting, observing or 
volunteering in a healthcare setting providing direct patient care … or who have the 
potential for direct or indirect exposure to patients … or infectious materials, and 
includes but is not limited to any individual licensed by a health regulatory board as that 
is defined in ORS 676.160, unlicensed caregivers, … student and volunteer personnel.” 

“Healthcare setting” is defined to mean “any place where health care … is delivered and 
includes but is not limited to any health care facility or agency licensed under ORS 
chapter 441 or 443, such as …. ambulances …” The scope of this broad definition extends 
to the fire, EMS and rescue service as a whole. 

7. The requirements set forth in the OHA Temporary Order and the Governor’s Executive 
Orders were adopted to respond to the COVID public health emergency. The Governor’s 
declaration and Executive Orders, and OHA orders and temporary rules have the full 
force and effect of Oregon law. For the duration of the public health emergency declared 
by the Governor, the City and all City employees subject to State requirements and 
policies which the City may adopt periodically, consistent with City Council findings of 
necessity to protect the public health, must comply with lawful requirements. The City 
Council finds that failure to do so will constitute a knowing and willful violation of law, 
disobedience of the Governor’s and OHA’s mandates which have force and effect of law, 
and disobedience of the requirements of this City policy adopted by the City Council. 

All Other City Employees Not Shielded by ORS 433.416. The City Council finds the City and 
its employees’ obligations extend to acting responsibly and being vaccinated in order to stop 
the spread, save lives, mitigate the stress on the healthcare system and on healthcare 
workers, and care for the health and safety of others in necessary human interactions. 
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Newly Hired Employees. Notice of the Mandatory Vaccination Policy is provided on all online 
recruitment announcements and included in contingent offer letters of employment. The 
Human Resources Manager will communicate with newly hired employees regarding their 
vaccination status and/or develop a plan for policy compliance. Policy compliance by fully 
vaccinated status (14 days passed the final dose) or a granted medical or religious exception 
will be required 8 weeks from the date the new employee is notified of background check 
results and intent to proceed with employment. In the event the individual declines 
vaccination actions including, but not limited to, rescinding of an offer of employment or 
administrative separation.  

Grace Period for Critical Positions. Due to critical staffing shortages, when an existing 
employee has received at least one vaccine dose by October 18, 2021 they will be allowed to 
continue working until the 14 day waiting period after the final dose is complete.  

In the instance of an individual with specialized certifications working on a temporary basis 
where no qualified replacement is available the City will utilize workplace accommodations to 
ensure continued health and safety measures.  

The City Council delegates to the Human Resources Manager full authority to further define and 
develop City policy and procedure as the Human Resources Manager finds appropriate to execute 
City Council policy hereby adopted, and to ensure that the City and City employees remain compliant 
with Oregon law now in effect and as it may be revised and updated periodically as circumstances, 
science and the informed findings of the Governor and OHA evolve. The Human Resources Manager 
shall do so with the advice of the City Manager and shall inform the Mayor and City Councilors of 
developments. 

Employees required to be vaccinated will be notified by Human Resources Manager. The City will 
provide either onsite vaccination or a list of other locations where employees may receive the 
vaccine.  

COVID-19 vaccinations are provided without cost. Employees will be paid for time taken to receive 
vaccinations if it is necessary to do so outside of their scheduled workday. For offsite vaccinations, 
employees shall work with their supervisors and managers to schedule an appropriate time which 
does not interfere with City operational requirements and staffing needs.  

Employees must provide either proof of vaccination or obtain approval for exemption and 
accommodation from the Human Resources Manager based on proof of entitlement for an approved 
exemption based on reasonable accommodation before the stated deadline.  

Employees in need of an exemption from policy requirements or mandates imposed on them by State 
law, due to a medical reason or because of a sincerely held religious belief, must submit a Request 
for Accommodation with appropriate documentation to the Human Resources Manager. This will 
initiate an interactive accommodation process. To demonstrate a medical condition that precludes 
receiving the COVID vaccine, an employee must provide documentation from their established 
healthcare provider regarding the nature of any impairment(s), the duration of the need for 
accommodation and the extent to which the impairment(s) conflict with the vaccination 
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requirement. For religious accommodations, the employee must provide an explanation and 
documentation of their sincerely held religious beliefs including but not limited to supporting 
evidence from the religious leader(s) regarding the religious belief that conflicts with participation in 
medical vaccination. 

Requests must be submitted as soon as possible after vaccination deadlines are announced by 
adoption of City policy and/or by communication from the Human Resources Manager. Employees 
who seek exemption or accommodation of a disability or bona fide religious belief bear the burden 
of clear proof and persuasion to demonstrate entitlement to the accommodation requested. 
Accommodations which would result in undue hardship on the City or poses a direct threat to the 
health and safety of others will not be granted. 

To demonstrate that religious accommodation is appropriate if possible, without undue hardship or 
posing a direct threat to the health and safety of others, an employee must provide sufficient 
evidence that the employee has a firm, fixed and sincere objection to participating in and receiving 
vaccination in any form by reason of religious training and belief. This exemption will be narrowly 
construed in a manner consistent with Employment Division, Dept. of Human Resources of Oregon v. 
Smith, 494 US 872 (1990), and applicable law. 

• “Religious” includes moral and ethical beliefs that have the same force in a person’s life as 
traditional religious beliefs. 

• “Religious” does not include essentially political, sociological, or philosophical views. 
• “Training or belief” refers to a source of conviction (experiences and values) that do not allow 

the employee to accept or submit to vaccination specifically, and equivalent medical 
treatments. “training and belief” may come from a lifetime of involvement in an organized 
religion or other comparable life experiences. 

• “Participation” in relation to vaccination indicates that the religious objection is based on 
personal values, not mere objection in opposition to what is regarded as illogical or bad public 
policy, unlawful or inappropriate exercise of governmental authority. 

• “In any form” means that the employee must be opposed to receiving or participating in all 
vaccinations, not just the COVID-19 vaccination required by the Governor’s Executive Order 
and OHA administrative rules. 

Employees required to be vaccinated by law or by this policy who refuse to do so, or who do not 
comply with a City request for proof of vaccination will be subject to consequences deemed 
appropriate in the City’s discretion.  

The consequences which the City may impose include but are not necessarily limited to the following: 

1. Those who are unvaccinated in violation of the Governor’s Order or OHA rules, will not be 
qualified for continued employment because they will not possess the essential qualifications 
to work. Such employees will be subject to termination of employment administratively or by 
discipline, or both as separate and independent bases for adverse employment action.  

2. Such unvaccinated employees may be dismissed administratively and not as discipline from 
employment for loss of qualification. The City may clarify when this action is taken that such 
employees will be entitled to reinstatement without back pay when qualification is regained 
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(because the public health emergency no longer exists or when the employee is vaccinated), 
provided that at that time there is an available and suitable position for the employee to fill. 
Reinstatement rights do not include displacement of staff hired, transferred, or promoted to 
maintain operational requirements due to an individual’s administrative termination.  (NOTE: 
Refer to labor law considerations below.) 

3. Unvaccinated emp0loyees may be discharged for misconduct based on noncompliance with 
law, City policy, and/or job requirements in contradiction of essential job functions and 
related requirements, which are a serious matter the City legitimately may regard as just 
cause for discipline. 

4. Reinstatement in every situation which stems from an employee’s refusal of vaccination 
shall be without back pay unless the City determines that extenuating and mitigating 
circumstances justify leniency or special accommodation case-by-case and on a non-
precedent setting basis. 

 

REMOTE WORK 

Employees may be eligible for remote work if otherwise conducive to regularly assigned essential 
functions and pre-approved by the supervisor and Department Head. Consideration will be on a 
case by case basis and must meet the guidelines under the City’s Remote Work Expectations 
document. Any remote work option may be discontinued by the City at any time. All remote work 
approved arrangements are temporary, indefinite and not guaranteed for any duration. 

WORKERS’ COMPENSATION 

Employees should treat any work-related exposure in the manner established for blood borne 
pathogens and submit an appropriate accident report (SAIF Form 801) with sufficient detail to 
permit verification and risk assessment follow-up. In every such case, describe the facts, identify 
witnesses and the time and place, state why you believe the contact was with an infected person, 
and identify the infected person.  
 
Time loss will be administered through the workers’ compensation system and in accordance with 
law for all claims accepted as compensable. In the case of workers’ compensation claims which are 
denied, time off will be addressed under City policies related to COVID related absence from and 
after the date of claim denial. 

EXCEPTIONS 

Exceptions to this temporary policy may be granted case-by-case and on a non-precedent setting 
basis by the City Manager at their discretion for reasons which is deemed appropriate for 
operational or compassionate grounds.  Any situation or circumstance not covered in this 
temporary policy shall be governed by existing City policies, procedures or any relevant collective 
bargaining agreement.  

REVIEW 

This temporary policy will be reviewed and may be revised by the City Manager periodically. This 
temporary policy will remain in effect during the period covered by the COVID-19 Emergency 
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Declaration issued by the State of Oregon or until changed or otherwise discontinued by the City 
Manager.  

ABUSE AND DISCIPLINE  

Making a false claim or providing false information to the City to obtain favorable treatment, a 
benefit, or accommodation will impact the City and other employees, and will be deemed grounds 
for serious discipline including discharge. Providing false information concerning an employee or 
family situation to gain consideration not warranted in fact for the reasons given may constitute 
official misconduct, creation of a false public record, and/or forgery. 

COVID COORDINATOR 

Ashley Houston, Human Resources Manager, for the City has been assigned as COVID Coordinator. 
If you have any questions regarding policies, protocols or procedures, please contact her by email 
at hr@astoria.or.us or by phone at 503-298-2434. 
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